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SECTION I: POLICY STATEMENT 
SEE THE STATE OF DELAWARE RESPECTFUL WORKPLACE AND ANTI-DISCRIMINATION 

POLICY 

SECTION II: EXECUTIVE SUMMARY 

 

SUMMARY STATEMENT: 

The Department of Natural Resources and Environmental Control (DNREC) continues to promote a diverse 

workforce in which each employee at every level of the organization is valued and respected. We are focused 

on ensuring a workforce climate that is inclusive by continuing to promote equal opportunities to all persons 

of diverse backgrounds regardless of their race, color, religion, national origin, age, sex, mental or physical 

disability, sexual orientation, gender identity or expression, and veteran or military status.  

The mission of DNREC is to ensure the wise management, conservation, and enhancement of the State's 

natural resources, protect public health and the environment, provide quality outdoor recreation, improve the 

quality of life, and educate the public on historic, cultural, and natural resource use, requirements, and issues. 

We realize that to effectively carry out this mission, our workforce must be representative of those we serve.  

During FY22, the Department of Natural Resources and Environmental Control (DNREC) Human Resources 

Office staff identified all incoming managers/supervisors and ensured that they were assigned mandatory 

training within the first 60 days of hire or new appointment as a manager/supervisor. This training included 

awareness training to help supervisors and managers recognize implicit biases which could reduce the 

potential for discrimination and harassment and help build an inclusive and supportive workplace culture 

within their respective divisions.  

In response to the increased vacancies within the agency, DNREC identified positions in the sciences, other 

classifications, and hard-to-fill positions and expanded recruitment efforts by attending multiple recruitment 

fairs which widened exposure of active recruitments for potential applicants. The agency also highlighted 

hard-to-fill classifications during the ten-day Delaware State Fair which allowed Human Resources staff to 

engage with people from various Diverse groups and offered opportunities for potential applicants to learn 

about open positions and fill out job applications on-site, if desired*.  

The Agency currently has an internship program through the Veteran's Cooperative program that will 

continue to remain in effect. 
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DEPARTMENT SUMMARY 

Names of Divisions # of Employees 

Office of the Secretary (OTS) 32 

Air Quality (DAQ)   51 

Fish and Wildlife (F&W) 101 

Climate Coastal and Energy (CCE) 34 

Parks and Recreation (P&R) 155 

Waste and Hazardous Substances 90 

Water 82 

Watershed Stewardship 55 

Environmental Crimes Unit       12 

Environmental Finance       14 

Fiscal Management 35 

TOTALS 661 
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Responsibilities for Implementation 
 

RESPONSIBILITIES STATEMENT 

The Secretary of Delaware Natural Resources and Environmental Control oversees the implementation of the 

Department’s Affirmative Action Plan to ensure that it is implemented promptly and effectively. The Human 

Resources Specialist IV, Tonya Brady, 302-739-9060,  tonya.brady@delaware.gov implements the 

Affirmative Action Plan and ensures that managers comply with federal and state laws, regulations, and 

executive orders. The Affirmative Action Officer’s duties and responsibilities include: 

➢ Act as a key resource to departmental management regarding equal employment opportunity, affirmative 

action, and workforce diversity matters. 

➢ Coordinate and monitor action plans designed to identify the causes of underutilization problems and to 

eliminate employment barriers. 

➢ Review departmental policies and procedures to ensure there is no adverse impact against employees in 

any racial/ethnic, gender, gender identification, or disability category. 

➢ Manages the discrimination complaint system which includes investigating allegations of discrimination, 

maintaining tracking systems, records, and appropriate posting requirements. 

➢ Propose personnel management policies, procedures, and practices (i.e., recruitment, hiring, retention, 

etc.) 

➢ Participate in outreach/recruitment planning and evaluates the results of efforts. 

➢ Provide consultation, training, assistance, and advice to the Department on workforce diversity issues, 

availability, and trends. 

➢ Promote EEO/AA initiatives and provides training, consultation, and technical assistance on such issues 

as developing recruitment pools, interviewing skills, and procedures. 

➢ Educates and informs incoming staff on the DNREC commitment to being an inclusive employer, by 

way of the New Employee Orientation. 

mailto:tonya.brady@delaware.gov
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Section III: FY22 Accomplishments:  July 1, 2021, To June 30, 2022 

STRATEGIC PRIORITY (SP-1) 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-

site and remotely. 

Strategic 

Priority 
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-1 

Goal 1 

Resolve 

recruitment 

barriers due to low 

starting 

compensation 

rates in 

Enforcement and 

Hard to Fill 

positions. 

Compared the 

number of new 

and retained 

recruits versus 

other agencies. 

DNREC HRO 

Management 

DNREC Cabinet-level 

Management submitted 

a pay comparison to the 

DHR Secretary 

outlining job training, 

duties, and 

responsibilities of 

DNREC enforcement 

versus that of their 

counterparts in County, 

Municipal, and full-

service enforcement 

agencies; justifying the 

request for equitable 

pay. 

Pending 

SP-1 

Goal 2 

Recruit for hard-

to-fill positions: 

Engineers, 

Enforcement 

Officers 

Compared number 

of accepted first 

candidate offers 

versus previous 

offers accepted for 

those positions. 

DNREC HRO 

Management 

DNREC offers initial 

sign-on bonuses to 

attract, hire and retain 

new hires in the 

identified 

classifications. 

Pending 
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STRATEGIC PRIORITY (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the state’s mission, vision, and value proposition. 

Strategic 

Priority  
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-2 

Goal 1 

Recruit for hard-

to-fill positions: 

Engineers, 

Enforcement 

Officers. 

DNEC will continue 

to compare the 

effectiveness of 

offering sign-on 

incentives.   

DNREC 

HRO 

Management 

DNREC offers 

initial sign-on 

bonuses to attract, 

hire and retain new 

hires in the 

identified 

classifications. 

Pending 

SP-2 

Goal 2 

Increase retention 

of DNREC 

Enforcement 

Officers by 

seeking to 

increase starting 

salary through 

Union 

negotiations. 

DNREC is working 

with DHR and rank-

and-file staff to 

foster an equitable 

start rate that is 

comparable to other 

State and Municipal 

Enforcement 

Agencies. 

DHR, OMB, 

DNREC 

Cabinet, and 

HRO 

Management 

Entered into 

negotiations with 

the Bargaining unit 

representing the 

Agency rank and 

File officers. 

Ongoing 

negotiations 

SP-2 

Goal 3 

Increase retention 

of DNREC 

Enforcement 

Command Staff 

by seeking to 

increase starting 

salary through 

Union 

negotiations. 

DNREC is currently 

in negations with the 

Collective 

Bargaining Unit to 

foster an equitable 

compensation rate 

that is reflective of 

the level of work 

being performed and 

to address 

compression and 

potential raises for 

Command Staff 

(Chiefs & Captains).  

DHR, OMB, 

DNREC 

Cabinet, and 

HRO 

Management 

Entering into 

negotiations with 

the Bargaining unit 

representing the 

Agency 

Enforcement 

Command Staff. 

Ongoing 

negotiations 

SP-2 

Goal 4 

The Agency is 

making greater 

recruitment 

efforts to increase 

the Division’s 

visibility at the 

Delaware State 

Fair and other 

local and regional 

job fairs. 

DNREC will 

measure success by 

comparing 

recruitment and 

retention numbers to 

that of previous 

years. 

DNREC 

HRO 

Management 

On-site application 

stations were 

provided at the 

DNREC Building at 

the DE State Fair, 

and multiple 

Statewide job and 

recruitment fairs. 

Ongoing 
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STRATEGIC PRIORITY (SP-3) 

Recruitment and Retention 

 

Strategic 

Priority 
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-3 

Goal 1 

Resolve 

recruitment 

barriers due to low 

starting 

compensation 

rates in 

Enforcement and 

Hard to Fill 

positions. 

Compared the 

number of new 

and retained 

recruits versus 

other agencies. 

DNREC HRO 

Management 

DNREC Cabinet-level 

Management submitted a 

pay comparison to the DHR 

Secretary outlining job 

training, duties, and 

responsibilities of DNREC 

enforcement versus that of 

their counterparts in County, 

Municipal, and full-service 

enforcement agencies; 

justifying the request for 

equitable pay. 

Pending 

SP-3 

Goal 2 

Recruit for hard-

to-fill positions: 

Engineers, 

Enforcement 

Officers. 

Compared the 

number of 

accepted first 

candidate offers 

versus previous 

offers accepted for 

those positions. 

DNREC HRO 

Management 

DNREC offers initial sign-

on bonuses to attract, hire 

and retain new hires in the 

identified classifications. 

Pending 
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SECTION IV: WORKFORCE ANALYSIS 

 

DNREC Overview: 

The Department of Natural Resources and Environmental Control is underrepresented in six EEO-

4 categories. DNREC has 661 employees and minorities represent 15% of the DNREC workforce, a 2% 

increase from FY21. As an addition to this report, the Agency would like to make it known that Salaries in 

state government remain a barrier, much like having a union contract that does not allow salaries to be 

increased past 80% of the midpoint. 

Below are observable trends that affect DNREC’s opportunity to increase diversity in its workforce:  

• Competition for engineering and stem fields is high from private industry and the Federal 

Government. DNREC did begin to offer recruitment incentives for the Engineer series.   

• DNREC has 35 hard-to-fill jobs, specifically Engineers, Planners, Analytical Chemists, Hydrologists, 

Environmental Program Managers, and Enforcement Officers. 

• DNREC has 70 positions in Protective Services which includes their Enforcement 

Officers. Minorities only occupy 5% of these 70 positions. Competition and public perception of the 

field make it difficult to attract diverse talent.  

• DNREC has excellent outreach to the public, especially the Division of Parks and Recreation.  The 

agency is particularly active on social media to promote the agency and employment 

opportunities. DHR has requested the Agency target recruitment efforts towards diverse schools and 

promote job shadowing and internships through the Delaware Pathways Program to encourage 

students to join the field, thus increasing diversity in the workforce.  

• Only 25% of job applicants at DNREC are minority. DHR has requested the Agency source an 

increasingly diverse candidate pool by partnering with Delaware State University and other 

Historically Black colleges and Universities for their stem positions.  

• DNREC hires over 600 casual/seasonal employees during the summer. DHR has requested that the 

Agency ensure they are targeting diverse schools to get more interest in their summer jobs, 

which may lead to more diverse recruitments for full-time positions.  

• To stay competitive in the job market, DNREC is allowing remote work to attract the younger 

generations to their jobs.  

• With the new census numbers, DNREC’s minority underrepresentation has increased in all categories 

except Paraprofessional. DHR has requested the Agency educate hiring managers on their role in 

creating a diverse workforce through recruitment and retention efforts. 

In summary, DNREC is underrepresented in seven EEO-4 categories.
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DNREC Demographics at a Glance: 

 

The total number of DNREC employees as of June 30, 2022, by EEO-4 category is 661. 

 

The DNREC EEO-4 workforce demographic data reflect the race/ethnicity and gender representation of the 

DNREC workforce based on the total number of employees within the eight EEO-4 categories. Analyses are 

made comparing DNREC workforce demographics to the available Delaware regional labor market 

statistics by race/ethnicity, and gender. DNREC does not hire in Service Maintenance EEO-4 categories. 

 

The following summary of findings were derived from this data: 

Minority Representation: 

• Minorities represent 15% of the total DNREC workforce, a 2% increase from FY21. 

• Minorities are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-16%) 

o Professionals (-13%)   

o Technicians (-13%)  

o Protective Services (-33%) 

o Para-Professional (-9%) 

o Office & Clerical (-4)  

o Skilled Craft (-17%)  

 

Female Representation: 

• Females represent 43% of the total DNREC workforce, a 1% increase from FY21. 

• Females are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-9%) 

o Professionals (-7%) 

o Technicians (-23%)  

o Paraprofessionals (-14%) 

o Skilled Craft (-3%)  

 

Male Representation: 

• Males represent 57% of the DNREC workforce, a 1% decrease from FY21. 

• Males are under-represented in the following EEO-4 categories: 

o Office & Clerical (-27%) 
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Table 1 illustrates the total FY 22 workforce demographics by race/ethnicity and gender.  This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category. 

 

Table 1 data were obtained from the PHRST system as of 06/30/2022. 

 

 

EEO-4 Status Report FY 2022 

(Without Casual/Seasonal) 

 
Table 1  
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Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also 

illustrated is a percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job 

category.  

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2022. 

Table 2  

Table 3  

Table 4  

Minority Labor Market Representation FY2022 
(Including Race and Ethnicity) 

Female Labor Market Representation FY2022 
(Including Race and Ethnicity) 

Male Labor Market Representation FY2022 
(Including Race and Ethnicity) 
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Minority Representation Trends FY20, 21, 22 

Female Representation Trends FY20, 21, 22 

Male Representation Trends FY20, 21, 22 

 

Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional 

Labor Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job 

category.   

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2022

Table 5 

Table 8 

Table 6 

Table 7 

FY20 FY21 FY22

Minority Variance of 

Labor Market

Minority Variance of 

Labor Market

Minority Variance of 

Labor Market

1 Officials &Administrators -14% -17% -16%

2 Professionals -8% -14% -13%

3 Technicians -5% -16% -13%

4 Protective Services -28% -32% -33%

5 Paraprofessional -10% -9% -9%

6 Office & Clerical -9% -15% -4%

7 Skilled Craft -15% -19% -17%

8 Service Maintenance NA NA 0%

EEO-4 CATEGORY

FY20 FY21 FY22

Female Variance of Labor 

Market

Female Variance of Labor 

Market

Female Variance of Labor 

Market

1 Officials &Administrators -10% -7% -9%

2 Professionals -9% -9% -7%

3 Technicians -27% -21% -23%

4 Protective Services -20% -4% -11%

5 Paraprofessional -17% -14% -14%

6 Office & Clerical 25% 26% 27%

7 Skilled Craft -2% -2% -3%

8 Service Maintenance NA NA 0%

EEO-4 CATEGORY

FY20 FY21 FY22

Male Variance of Labor 

Market

Male Variance of Labor 

Market

Male Variance of Labor 

Market

1 Officials &Administrators 10% 7% 9%

2 Professionals 9% 9% 7%

3 Technicians 27% 21% 23%

4 Protective Services 20% 4% 11%

5 Paraprofessional 17% 14% 14%

6 Office & Clerical -25% -26% -27%

7 Skilled Craft 2% 2% 3%

8 Service Maintenance NA NA 0%

EEO-4 CATEGORY
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SECTION V: COMPLAINTS 

  

 

  

 

 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records during FY22.   

ADA 3

Discrimination 2

Gender 0

Generic Issue 12

Harassment 0

Hostile Work Environment 2

Merit Rule 1

Misconduct 1

Retaliation 0

Sexual Harassment 0

Workplace Violence 0

Total 21

Open 8

Closed 13

Total 21

To be Determined 6

Substantiated 2

Unsubstantiated 13

Total 21

Total Complaints by Resolution

As of 06/30/2022

Total Complaints by Type

 As of 06/30/2022

Total Complaints by Current Status

As of 06/30/2022

Table 8 

Male 12

Woman 8

Other 1

Total 21

Black - African American 2

Asian 0

Hispanic/Latinx 0

Native American/Alaskan Native 0

Not identified 1

Pacific Islander/Native Hawaiian 0

Two or more races 0

White 18

Total 21

Merit 11

Non-Merit Exempt 0

Casual/Seasonal 8

Temp/Contract 1

Total 20

Informal 19

Formal 2

External 0

Total 21

Total Complaints by Gender

 As of 06/30/2022

Total Complaints by Race/Ethnicity 

As of 06/30/2022

Total Complaints by Category 

As of 06/30/2022

Total Complaints by Employment Status

As of 06/30/2022
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SECTION VI: EMPLOYEE ACTIONS 

 

 

Table 9 displays the total number of disciplines, separations, new hires, and promotions by gender and 

minority status. 

Table 9 data were obtained from the PHRST system as of 06/30/2022. 

Table 9 

Total Percent Total Percent

Total Female Non-Minority Disciplines 2 18% 0 0% -100%

Total Female Minority Disciplines 0 0% 0 0% 0%

Total Male Non-Minority Disciplines 9 82% 0 0% -100%

Total Male Minority Disciplines 0 0% 0 0% 0%

Total Disciplines 11 100% 0 0% -100%

Total Female Non-Minority Separations 20 32% 36 43% 44%

Total Female Minority Separations 4 6% 3 4% -33%

Total Male Non-Minority Separations 36 57% 44 52% 18%

Total Male Minority Separations 3 5% 1 1% -67%

Total Separations 63 100% 84 100% 25%

Total Female Non-Minority New Hires 20 41% 59 45% 66%

Total Female Minority New Hires 7 14% 16 12% 56%

Total Male Non-Minority New Hires 17 35% 51 39% 67%

Total Male Minority New Hires 5 10% 5 4% 0%

Total New Hires 49 100% 131 100% 63%

Total Female Non-Minority Promotions 18 32% 35 34% 49%

Total Female Minority Promotions 0 0% 4 4% 100%

Total Male Non-Minority Promotions 35 63% 64 62% 45%

Total Male Minority New Hires 3 5% 1 1% -67%

Total Promotions 56 100% 104 100% 46%

DISCIPLINES

NEW HIRES

PROMOTIONS

SEPARATIONS

20222021 PERCENT 

CHANGE
TYPE
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SECTION VII: EMPLOYEE ENGAGEMENT 

 

 

 

 

Figures 10-12 display the total number of attendees for D&I-related training courses by gender, 

race/ethnicity, and EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2022.

Figure 10 

Figure 11 

Figure 12 

Training by Gender 

Training by Race/Ethnicity 

Training by EEO-4 Job Category 

Training by EEO-4 Job Category 
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Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority 

status. 

Table 13 data were obtained from agency internal records during FY22.  

 

 

 

 

 

DISABILITIES SUMMARY 

  Number 

Total Employees Self-Identified or Disclosed Disabled 18 

Total Requests for Accommodations 3 

Total Requests Accommodated 3 

Total Selective Placement Candidates Interviewed 3 

Total Selective Placement Candidates Hired 0 

Table 14 displays the total number of employees who requested accommodations, the total number of 

accepted accommodations, the total number of employees who self-identified or disclosed as disabled, the 

total amount of candidates interviewed via the Selective Placement Program, and the total number of 

employees hired either via the Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 06/30/2022. 

Table 13 

Table 14 

Number

Total Non-Minority Female 4

Total Minority Female 0

Total Non-Minority Male 1

Total Minority Male 0

Total Employees Requesting Tuition Reimbursement 5

TUITION REIMBURSEMENT SUMMARY
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Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing to 

provide responses. 

 

Table 15 data were obtained from the employee responses provided on an online survey during FY22. 

Table 15 

EXCELLEN GOOD AVERAGE BELOW POOR TOTAL

31% 32% 25% 12% 0% 100%

18 19 15 7 0 59

3% 19% 33% 21% 24% 100%

2 11 19 12 14 58

20% 24% 22% 19% 15% 100%

12 14 13 11 9 59

52% 34% 12% 0% 2% 100%

30 20 7 0 1 58

49% 25% 14% 7% 5% 100%

29 15 8 4 3 59

29% 41% 25% 5% 0% 100%

17 24 15 3 0 59

37% 29% 25% 7% 2% 100%

22 17 15 4 1 59

32% 32% 17% 7% 12% 100%

19 19 10 4 7 59

27% 34% 15% 14% 10% 100%

16 20 9 8 6 59

31% 39% 20% 8% 2% 100%

18 23 12 5 1 59

7% 12% 30% 21% 30% 100%

4 7 17 12 17 57

36% 36% 25% 2% 2% 100%

21 21 15 1 1 59

Compensation

Family-Friendly Workplace

EXIT SURVEY SUMMARY

Agency commitment to quality and customer service

Work area tools available to perform the functions of your 

job

Performance goals were clear and you knew what was 

expected of you in your job

Training and development needs were assessed and met

Benefits package

Recognition of accomplishments/contributions

Relationships with co-workers

Relationship with your manager/supervisor

Agency as a place to work

Opportunity for advancement or promotion
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SECTION XIII: RECRUITMENT AND RETENTION SUMMARY FY 2022 (JULY 1, 2022 – JUNE 

30, 2023) 

 

 

Table 16* 
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MGBA04 Analytical Chemist IV

MDAZ03 Biometrician

MBBD08 DNREC Chief Enforcement Officer

MBBD07 DNREC Regional Enforcement Officer

MBBD06 DNREC Enforcement Officer V 2 10 5 7 4

MBBD05 DNREC Enforcement Officer IV

MGBF02 DNREC Enforcement Officer III

MBBD03 DNREC Enforcement Officer II 1 8 8 5 5

MBBD02 DNREC Enforcement Officer I

MBBD01 DNREC Enforcement Trainee

MCCZ13 Electrical and Mechanical Supervisor

MFBC01 Engineer I 4 30 8 23 6

MFBC02 Engineer II 2 14 7 10 5

MFBC03 Engineer III 1 14 14 9 9

MFBC04 Engineer IV 1 3 3 0 0

MFBC05 Engineer V 1 4 4 1 1

MFBC06 Engineer VI 1 3 3 0 0

MFBC07 Engineer Program Manager I 1 4 4 1 1

MFBC08 Engineer Program Manager II 1 3 3 1 1

MGCD01 Environmental Program Manager I 2 19 10 6 3

MGCD02 Environmental Program Manager II 4 36 9 21 5

HARD-TO-FILL APPLICANT PIPELINE 

Average # Aps 

Qualified

Average # Aps 

Received

# Times Posted 

in FY22
Job TitleJob Code

Total # Aps 

Received

Total # Aps 

Qualified

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A

Table 17 
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Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline 

statistics for those hard-to-fill classifications including the number of times the position was posted, the 

average number of applications received per posting, and the average number of applicants deemed to meet 

the minimum qualifications (MMQ) for the position. 
 

Table 16 data were obtained from the PHRST system as of 06/30/2022. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2022. 

  

MGBF02 Hydrologist II 1 5 5 3 3

MGBF03 Hydrologist III 1 6 6 3 3

MGBF04 Hydrologist IV

MGBB01 Laboratory Manager I

MGBB02 Laboratory Manager II

MFEA02 Planner II 4 51 13 24 6

MFEA04 Planner IV

MFEA07 Principal Planner

MCCZ25 Senior Deputy Boiler Inspector

HARD-TO-FILL APPLICANT PIPELINE 

Average # Aps 

Qualified

Average # Aps 

Received

# Times Posted 

in FY22
Job TitleJob Code

Total # Aps 

Received

Total # Aps 

Qualified

N/A

N/A

N/A

N/A

N/A

N/A
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Table 18 
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Tables 18 and 19 display employee turnover rates by Division and Hard-to-Fill Job Classifications.  

Turnover is the difference between the number of new employees versus the number of employees who 

leave or transfer to another Department.  Employees who transfer between Divisions within the same 

Department do not count.  

Tables 18 and 19 data were obtained from the PHRST system as of 06/30/2022.  

Table 19 

Turnover Rate Turnover Rate % Change 

 FY21 FY22 FY22 vs FY21

MGBA04 Analytical Chemist IV 0% 22% 22%

MDAZ03 Biometrician 50% 0% -50%

MBBD08 DNREC Chief Enforcement Officer 0% 21% 21%

MBBD07 DNREC Regional Enforcement Officer 33% 0% -33%

MBBD06 DNREC Enforcement Officer V 0% 11% 11%

MBBD05 DNREC Enforcement Officer IV 0% 15% 15%

MGBF02 DNREC Enforcement Officer III 11% 0% -11%

MBBD03 DNREC Enforcement Officer II 0% 0% 0%

MBBD02 DNREC Enforcement Officer I 13% 0% -13%

MBBD01 DNREC Enforcement Trainee 0% 0% 0%

MCCZ13 Electrical and Mechanical Supervisor 0% 0% 0%

MFBC01 Engineer I 50% 0% -50%

MFBC02 Engineer II 0% 73% 73%

MFBC03 Engineer III 0% 22% 22%

MFBC04 Engineer IV 11% 16% 5%

MFBC05 Engineer V 0% 0% 0%

MFBC06 Engineer VI 0% 33% 33%

MFBC07 Engineer Program Manager I 0% 50% 50%

MFBC08 Engineer Program Manager II 0% 0% 0%

MGCD01 Environmental Program Manager I 0% 17% 17%

MGCD02 Environmental Program Manager II 0% 10% 10%

MGBF02 Hydrologist II 0% 25% 25%

MGBF03 Hydrologist III 0% 0% 0%

MGBF04 Hydrologist IV 0% 0% 0%

MGBB01 Laboratory Manager I 0% 17% 17%

MGBB02 Laboratory Manager II 0% 10% 10%

MFEA02 Planner II 0% 0% 0%

MFEA04 Planner IV 8% 18% 10%

MFEA07 Principal Planner 0% 33% 33%

MCCZ25 Senior Deputy Boiler Inspector 0% 0% 0%

Turnover by Hard-to-Fill Jobs

Job Code Job Title
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Figure 20 illustrates the percentage of positions based on their retirement eligibility status. 

Figure 20 data were obtained from the PHRST system as of 06/30/2022. 

Retirement Eligible Criteria: ** 

Employees Initially hired prior to January 1, 2012 

1. Five (5) years pension credited service (must have five (5) consecutive) and has attained age 62; or, 

2. Fifteen (15) years of pension credited service (must have five (5) consecutive) and has attained age 60; or, 

3. Thirty (30) years of pension credited service (must have five (5) consecutive) regardless of age. 

 

Employees Initially hired on or after January 1, 2012 

1. Ten (10) years pension credited service (must have five (5) consecutive) and has attained age 65; or, 

2. Twenty (20) years of pension credited service (must have five (5) consecutive) and has attained age 60; or 

3. Thirty (30) years of pension credited service (must have five (5) consecutive) regardless of age 

Department of Natural Resources and Environmental Control:  Per H.B. 363, DNREC Officers are fully 

eligible to retire after 25 years of credited state service. 

 

**Source: State Employees’ Pension Plan Retirement Overview, 29 Del. C. c. 55, as amended. 

 

RETIREMENT ELIGIBILITY BREAKDOWN - FY22  

Figure 20 
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Table 21 illustrates the total number and percentage of positions by Division based on their retirement eligibility 

status. 

Table 21 data were obtained from the PHRST system as of 06/30/2022. 

RETIREMENT ELIGIBILITY BY DIVISION as of 6/30/2022 
Table 21 

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement
Not Eligible

60 51 9 8 1 12 30

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement
Not Eligible

39 34 5 0 0 7 27

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

13 12 1 0 0 1 11

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

15 14 1 3 0 2 9

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

39 35 4 4 0 8 23

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

114 101 13 13 0 19 69

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

166 155 11 13 0 36 106

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

34 32 2 0 0 10 22

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

100 90 10 10 0 16 64

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

96 82 14 9 0 21 52

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

64 55 9 0 0 10 45

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

740 661 79 60 1 142 458

Fish and Wildlife

Department of Natural Resources and Environmental Control Totals

Parks and Recreation

Office of the Secretary

Waste Management

Water

Watershed Protection

Air Quality (DAQ)  

Climate Coastal and Energy (CCE) 

Environmental Crimes Unit

Environmental Finance

Fiscal Management
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Applicant Pipeline 

In FY22, 3,997 people applied online to DNREC jobs, a 12% decrease from FY21 in which 4,563 applied. 

This includes applicants for all jobs posted in the Delaware Employment Link (JobAps) Recruitment System 

including Casual/Seasonal Recruitments.   

 

 

Figures 22 and 23 illustrate the total applicants who applied to State of Delaware jobs on the state’s primary hiring 

platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vs. non-minority and gender. Further 

illustrated are the total applicants who were found qualified and hired, also by minority vs. non-minority and gender. 

Figures 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2022. 

Figure 22 

Figure 23 

file:///C:/Users/blaise.belfiore/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/LN71NZBE/statejobs.delaware.gov
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Table 25 

 

 

 

 

 

Table 24 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring 

manager’s effectiveness in making hires. 

• Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer 

for hire.  The current metric is 40 calendar days. 

• Time-to-Hire is measured by the number of calendar days from the time referral list of qualified 

candidates is created for the hiring manager until a conditional offer for hire. The current metric is 15 

calendar days. 

 

Table 25 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and 

measures HR’s effectiveness in processing recruitments. 

• Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the 

time they receive a request to fill a vacant position until they get the recruitment posted. The current 

metric is 2 calendar days. 

• Average Time Closing Date-to-Referral is measured by the number of calendar days from the time 

recruitment closes until a referral list of qualified candidates is created for the hiring manager.  The 

current metric is 5 calendar days. 
 

Tables 24 and 25 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2022.  

 

Table 24 

Recruitment and Hiring Times 

Fiscal Year

42

-15

64

Change FY21 vs FY22

FY22

FY21

-20

79 62

Average Time-to-Hire (days)Average Time-to-Fill (days)

1

5

1

3

Change FY21 vs FY22

FY22

FY21

Average Time Closing Date- to-

Referral  (days)

Average Time Req-to-Open 

(days)
Fiscal Year

42
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SECTION IV: PLAN OF ACTION - FUTURE STEPS TO IMPLEMENT IN FY 2023 (JULY 1, 2022 – 

JUNE 30, 2023) 

 

STRATEGIC PRIORITY (SP-1) 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-

site and remotely*. 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in 

retention, recruitment, and workforce underrepresentation via collaboration with DHR. 

Strategic 

Priority 
Objective 

Measures of 

Success/Key Results 

Responsible 

Group 
Resources 

Target Date to 

Launch 

SP-1 

Goal 1 

Maintain equality 

regarding hiring, salary, 

advancement 

opportunities, and 

transfers within the 

workforce. 

Review current year 

data with prior years 

information to 

determine any 

positive or negative 

impact of 

compensation changes 

within the Agency. 

Agency 

HRO and 

Agency 

Management 

ER/LR Manager 

& HR 

Management 

Provide the target 

date to 

completion, and if 

applicable, target 

dates for any 

milestones 

associated with the 

challenge. 

SP-1 

Goal 2 

DNREC will continue 

to investigate all claims 

of discrimination, 

harassment, and 

retaliation in the 

workplace giving 

prompt and impartial 

judgements to those 

involved, in hopes to 

increase the level of 

trust within the 

workforce that 

complaints are taken 

seriously and acted 

upon if substantiated. 

We would measure 

results by comparing 

the number of 

complaints versus 

previous. 

Agency 

HRO 

ER/LR Manager 

& HR 

Management 

TBD 
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STRATEGIC PRIORITY (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the state’s mission, vision, and value proposition.* 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in 

retention, recruitment, and workforce underrepresentation via collaboration with DHR. 

Strategic 

Priority 
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Resources 

Target Date to 

Launch 

SP-2 

Goal 1 

Provide training and 

guidance for DNREC 

leadership to achieve 

better operational 

cohesion amongst the 

Divisions. 

Success will be 

measured by 

monitoring 

training 

compliance 

data and the 

presence of 

best practice 

standards in 

each Division. 

Agency HRO, 

Division 

leadership 

DLC training 

reports, ER&LR 

policies. 

TBD 

SP-2 

Goal 2 

Develop best practices 

to Ensure 

accountability of 

Agency leadership’s 

compliance with 

submitting managerial 

performance plans and 

reviews each year. 

Key results 

will be 

achieving at 

least 90% 

compliance. 

Agency 

Leadership, 

Agency HRO 

Performance Plan 

and Reviews 

Start of Calendar 

Year. 
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STRATEGIC PRIORITY (SP-3) 

Professional Development, Education, and Awareness 

Enhance and provide professional, personal, and leadership development programs to advance the success of all 

employees across the life cycle of their career with a key focus on equitable enrollment and participation in 

professional development, engagement, education, and training opportunities*. 

 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in 

retention, recruitment, and workforce underrepresentation via collaboration with DHR. 

  

Strategic 

Priority 
Objective 

Measures of 

Success/Key Results 

Responsible 

Group 
Resources 

Target Date 

to Launch 

SP-3 

Goal 1 

Develop a more 

comprehensive standard 

practice of allowing in-

office flexibility for staff. 

Collect data and 

compare 

denials/approvals 

versus requests 

submitted. 

Agency HRO 

management, 

Division 

Management 

AWA 

requests 

TBD 

SP-3 

Goal 2 

Develop a feeder program 

by working with DHR to 

create an internship 

program. 

Increased recruitment 

opportunities with 

partnerships with the 

local community 

school systems. 

Agency HRO, 

DHR 

Internship 

initiative 

TBD 

 


